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ABSTRACT
The study examined the factors limiting the effectiveness of staff training and development within the private companies in Tanzania: Kibo Poultry in Moshi municipality was chosen as a case sample in Tanzania. In this study, descriptive design was used.  A sample of 92 which is 65 percent of the entire population was obtained by simple random and purposive sampling methods. Data collection instruments used was questionnaires, interviews, observation and documentary sources with a response rate of 84 respondents which is 91 percent of the sample. Statistical Package for Social Science (SPSS) and Microsoft Excel were used to analyze data using both descriptive statistics and frequency distribution. The study findings revealed among other factors; insufficient funds allocation for training, irregular training needs assessment, training policy not implemented, lack of a Human Resource unit, lack of top management support, favouritism, no learning culture, lack of individual advancement plan and vision among employees, high external training costs and lack of self advancement loans.  Recommendations include: Revive and implement clear training policy, provide adequate funds for training, introduce a special unit to deal exclusively with all Human Resource activities with the support of the top management and have proper Training Need Assessment process in place. The government ought to create bodies that will monitor the performance of all training systems in the private companies. 
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This chapter contains the background information on the problem.  It states how the problem came about and what is being done so far.  In addition, the chapter presents statement of the problem, objectives of the study and research questions.
 
1.2	Background to the Study
Kibo Poultry, a case sample organization in Moshi, is a private company operating within the food, beverage and tobacco sector focusing on Agricultural products. It is one of the oldest chicken broiler farms in Tanzania located at Shanty town in Moshi municipality, Kilimanjaro Region. The company is committed to its mandate of providing exceptional products and services. Kibo Poultry strives to be recognized and to earn respect nationwide as a company that delivers high quality Day Old Chicks and other poultry products to its customers. It is for this reason that the organization considers employees as its most valuable asset since they share in the responsibility of sharing that mission.

Traditionally, training and development was seen as a solution to performance related problems after they occurred and was thus reactive in nature. It was also neither strategically aligned nor viewed as an important contribution to organization goals. Since 1990s, the economy has been characterized by intense global competition and rapid technological advance.  These remarkable changes in the economy and the major corporate restructuring are bringing forth drastic adjustments in the organization structure, work practices, job profiles, labour-management contracts and new job structures that entail greater levels of staff skills and new job skills.  Changes of this magnitude in the business world have significant implications for training and development of the employees.

Naris and Ukpere (2012) argued that, due to swift changes in management process and technology, administrative and support staff also required training and development.  It is therefore being felt that, the best way for both organizations and employees to develop a competitive advantage in the global economy is to improve the level of workforce knowledge and skills. Human capital is the major weapon used by organizations and thus must be continually readjusted.  A recent analysis for Tanzania’s economic Update (TzEU) report revealed that Human Capital was one of the five forewarning points that top a struggling economy. To unlock the shaky economy, Tanzania needs to increase investment in Human Capital (World Bank, 2016).  According to the American Society for Training and Development (ASTD), an organization striving to compete in the global economy differentiation on the basis of the skills, knowledge and motivation of their workforce, takes an increasing importance. In India, more significance is given to the conduction of a training program to enhance human assets of firms (Devi and Shaik, 2012).

Over the past few years, T&D activities have increased greatly.  According to AIYahya and Mat (2013), various organizations have spent lots of funds to finance staff training. Regular evaluation is therefore required to determine the effectiveness of the training and development programs in order to ensure that desired objectives are met. Organizations both private and public sector generally agree that T&D is very essential to the growth and development of the core activities in which the organizations engages in (Noe, 2002).  According to a recent industry report by the ASTD, organizations in USA alone spend more than $126 billion annually on employee training and development (Paradise, 2007).

In complex organizations, such as private organizations, the level of staff training and development will go a long way in determining the staff effectiveness and improving productivity. It must be emphasized therefore that most of the facilitators left colleges and universities some years back and have not been given the opportunity for re-training. In order for them to brighten up their ideas and enable them to know more about the recent development in their professional areas and also in the current labor market, they should be encouraged to go for in-service training (Olaniyan and Ojo, 2008).

The notion of lifetime training and development activities, stand challenged at Kibo Poultry. Training policies and programs aimed at upgrading staff knowledge, skills and attitude in order as to cope with the current drastic economic changes, have barely been implemented due to various challenges such as inadequate budget allocation, lack of Human Resource unit, irregular training needs assessments, lack of training experts, high off-the-job training costs and lack of top management support just to mention but a few. In this context, employees with career development aspiration, have to dig deep into their pockets for their own career development in order to fit in the current vigorous labor market. This has caused high employee mobility through resignation for lack of trust in their organization. “You cannot shield people from attractive opportunities and aggressive recruiters  (Campbell, 2000)”.  The high labor market demand, not the organization, will ultimately determine the movement of employees and that is the reason why private companies such as Kibo Poultry a sample case organization, have to intensively invest in their employees to avoid such occurrences. 

The success and importance of staff training and development programs and policies will be attained if they will gain much support from the top management in respective private organizations as well as being known, accepted and appreciated by employees.  Programs should clearly indicate the organization’s intention to develop employees, be well designed, implemented and regularly evaluated. According to the researcher, the top management has failed in providing training required by its employees to meet basic competencies for their daily jobs and also understanding the  importance of Human Capital in relation to the company’s and nation’s economic prosperity. Staff training and development programs have been unsuccessful at               Kibo Poultry, a case sample organization, and this massive gap requires a lot of attention at an embryonic stage to ensure effectiveness in future. The study therefore intended to examine the various factors limiting the effectiveness of staff training and development within private organizations with particular reference to   Kibo Poultry, a case sample organization in Moshi.

1.3 Statement of the Problem
Staff training and development is a critical life-long process that seeks to improve employees and organization’s performance and should thus be continued beyond the initial qualifications in an effort to maintain, upgrade and update knowledge and skills. While acknowledging the growing interest of this remarkable process due to the changing nature of organizations, its structure, globalization and technological advance, Kibo Poultry, a case sample organization in Tanzania, happens to be among the organizations with future goals of reviving staff training and development.  Unfortunately, this activities stand challenged, especially at off-the-job training level due to insufficient funds for training, lack of top management support, lack of a Human Resource unit, training policies not implemented and lack of proper Training Needs Assessment process. 

A lot of efforts have been exerted by other researchers who provided various findings.  A study by Punia and Kant (2013) reviewed that; open-mindedness, unfavourable departmental climate and trainers’ expertise are factors that negatively affected training program while Mndeme, (2011) in his study at Tanesco, Dar es Salaam and Coastal zone disclosed that although training budget was set, it was re-routed to other company functions.  Training policy actually existed but employees had no clue of its existence. Worse still, poor training need analysis resulted into unfair training selections (Habi, 2013). Despite the hard work done on the problem, the researcher seeks to investigate what is missing in the provided knowledge especially with the current drastic changes in technology, economy and even organization activities; it is obvious more factors have emerged.

According to researcher’s knowledge, there are no enough studies being done relating to the factors that obstruct the effectiveness of training and development especially in the private organizations.  Therefore, apart from all efforts made to address this issue in public and parastatal organizations, there are still major challenges in implementing those efforts made to ensure effective staff training and development. The study intended to carry out an in-depth study of departmental and organizational approach to training and development and how such approach impacts the training effectiveness of employees and their performance. In addition, the relationship between Human Resource department, company size, training policies, employees’ attitude towards training and staff training effectiveness was to be investigated.

All the above gaps in the previous study and the ineffectiveness of staff training programs in Tanzania raised the strong need to conduct the research study in quest of more factors limiting the success of staff training and development especially within private organizations   in Tanzania that are missing in the earlier provided literature, and thereafter plan for strategies for solving them by addressing the existing gaps.  The study focused on Kibo Poultry in Moshi municipality, as a case sample organization within Tanzania, where there had been no other study conducted before regarding the factors limiting the effectiveness of staff training and development.
 
1.4 Objectives of the Study
1.4.1 General Objective
The main objective of the study was to investigate the factors limiting the effectiveness of staff training and development within private companies in Tanzania.

1.4.2 Specific Objectives of the Study
The specific objectives of this study were to:
i.	Assess the awareness of the existing training and development policy among staff within private companies in Tanzania
ii.	Examine how staff training and development is being implemented within private companies in Tanzania
iii.	Assess the criteria being used to select employees for training within private 
	companies in Tanzania
iv.	Assess how often training needs are assessed within private companies in Tanzania
v.	Examine how training and development effectiveness is evaluated within private companies in Tanzania.

1.5 Research Questions
In the process of achieving the objectives of the study, the subsequent questions were answered:
i.	Are employees within private companies in Tanzania aware of the existing training and development policy?
ii.	How is staff training and development being implemented within private companies in Tanzania 
iii.	What criteria are being used to select employees for training within private companies in Tanzania
iv.	How often does training need assessment take place within private companies in Tanzania
v.	How is training and development effectiveness evaluated within private companies in Tanzania

1.6 Significance of the Study
The main aim of the study is to assist in disclosing the factors limiting the effectiveness of staff training and development in private companies in Tanzania, using Kibo Poultry Company as a case.  However, the study was expected to provide the following benefits:
i.	The study will be good source of additional information to the already existing literature on training and development practices in Tanzania.
ii.	To organizations:  The study is expected to assist Tanzanian companies, such as Kibo Poultry and other organizations to improve competitive advantage since it is the only favourable position an organization seeks in order to be ahead of its competitors and its important source is a knowledgeable and skilled workforce. It will also form a base of investment in staff training and development.
iii.	To the society and nation:  Human capital is essential for achieving prosperity. The study aims at improving the quality of the labor force which is one of the most important contributors to national economic growth.

1.7 The Scope, Limitations and Delimitations of the Study
1.7.1 Scope
The research activity was carried out at Kibo Poultry, a case sample organization located in Moshi municipality, Kilimanjaro Region.  The Company has two branches based in Dar es Salaam and Arusha. The researcher focused on Moshi Office, which is the Head office, due to the fact that most of the company’s activities are carried out here and that made it a perfect representative for this study. The Head office has five departments namely: Administration, Production, Hatchery, Feed-mill and Maintenance. All the departments were covered in the study.
1.7.2 Limitations
The study was conducted only at Kibo Poultry, a case sample organization in Moshi.  A further limitation was that only the Head office in Moshi municipality was chosen for the study. Nevertheless, the company has other two branches which were not included in the study due to financial constraint; therefore the findings may not be generalized for the entire consortium of the company.  Another major limitation was the number of respondents expected to fill the questionnaires did not reach the targeted population as some of them did not fill the forms at all and others failed to return them to the researcher. Clarifying to the respondents regarding the research objectives, one after the other, the significance of the study to the company and ensuring confidentiality of any information revealed, was another main constraint. Nevertheless, the participants’ response rate was good.

1.7.3 Delimitation
The researcher restricted this study on factors limiting the effectiveness of staff training and development at Kibo Poultry head office in Moshi municipality, a case sample organization.

1.8 Operations Definition of Terms
1.8.1 Development
Development also referred to as management or executive development is a management tool that tends to enhance skills and ability, which the employees need to be able to pursue a career line with its advancing needs. It generally refers to new learning experiences and opportunities provided to managerial employees to help them grow (Gupta, 2009).
1.8.2	Effectiveness
Devi and Shaik (2012) defined effectiveness as the capability of producing a desired effect.  Effectiveness of training and development can be measured by average time taken to detect a problem, overall productivity of employees, Return on Investment (ROI) and customer satisfaction. Effectiveness is the extent of achievement of goals. It measures the appropriateness of the objectives selected by managers for the organization to pursue and the degree at which the organization achieve those goals (Jones and George, 2006).

1.8.3	Staff
Staff refers to an entire group of people employed to carry out work of an establishment for a pay. Human Resource is the productive potential of individuals’ knowledge and action (Kreither and Kinicki, 2004).

1.8.4 Training










Tanuja (2007) defines training as a process that attempts to improve employee performance on a current held job by providing the employee with knowledge and skills needed for their present job. It is designed to bring about changes in specific knowledge, skills, attitude or behavior and to help an employee learn the most appropriate response to a situation.      Gupta (2009) argues that training is a continuous process of increasing knowledge for doing a particular job. It is an organized procedure by which people learn knowledge and skills to bridge the gap between job requirements and present competence of an employee – aiming at improving the behavior and performance of a person.

Training is the use of systematic and planned instruction activities to promote learning.  It involves the use of formal processes to impact knowledge and help people to acquire the skills necessary for them to perform their job in satisfactory way (Armstrong, 2006). It is actually one of the several responses an organization can undertake to promote learning (Reynolds et al, 2002). Training is a learning process in which people acquire knowledge, skills, experience and attitudes that they need in order to perform their jobs well for the achievement of their organizational goals (Ngirwa, 2005). 

The need to perform one’s job efficiently and the need to know how to lead others are sufficient reasons for T&D and the desire to meet organizations objectives of higher productivity makes it absolutely compulsory. Training is an aspect of human resource development (HRD) function of the organization (Rajeev, 2004). Dessler (2005) defines training as a process that applies different methods to strengthen employees’ knowledge and skills needed to perform their job effectively.  Training is a powerful agent that brings about organizational expansion, development of capability and performance improvement.

Reynolds (2004) specifies that, training has complementary role to play in accelerating learning: it should be reserved for situations that justify a more directed, expert-led approach rather than viewing it as a comprehensive and all pervasive people development solution. Employees’ have become an important tool through which an organization can improve its service quality, decrease labor cost, increase productivity and profitability (Kim, 2006). Goldstein and Ford (2002) define training as a systematic approach to learning and development to improve individual, team and organizational effectiveness. The two most powerful human resource practices known to influence employees’ attitude and also create positive discretionary behavior are Career, in the sense of a “developing future” and Training (Harrison, 2005).
Training employees physically, socially, intellectually and mentally not only facilitates the level of productivity but also the development of personnel in any organization. Therefore, training and development enables both subordinates and managerial personnel to perform their duties effectively and make meaningful contribution to the success of the organizational goals after acquiring the relevant skills and knowledge (Olaniyan and Ojo, 2008).  Human resources remain to be the most valuable assets of any organization and thus employee must learn new information, re-learn and reinforce the already existing knowledge and skills. Organizations may own expensive machines, good raw material sources and be well financed but nothing gets done without man-power. 

2.2.1.1 Need for Training
Need for training has increased due to the growing complexity of jobs, increasing professionalization of management, growing uncertainties in the environment, global competition, growing aspiration, enormous untapped human potential and ever-increasing gap between plans, results and performance levels. Training need require to be prioritized so that the limited resources that are allocated to fill training gaps are put to use in a proper way (Ngirwa, 2006). Training remains to be one of the most important factors in the current business world since it increases the efficiency and effectiveness of both employees’ and organization performance (Khan et al., (2011).

Sarin (2009) indicates that the need for training (and development) is determined by employee’s performance deficiency, computed as follows:  Training (and Development need) = Standard performance – Actual performance. These gaps between the existing and required levels of knowledge, skills, performance and capability should be assessed clearly and specifically. Training objectives formulated based on training needs analysis is a crucial factor in determining effectiveness of a training program (Devi and Shaik, 2012).

2.2.1.2 Training Need Assessment 
Training Need Assessment (TNA) is an assessment process that serves as a diagnostic tool for determining what training needs to take place.  It is an assessment that looks at an employee and organizational knowledge, skills and abilities to identify any gaps or areas of need. Once needs are identified, objectives that will be accomplished by the training are developed and finally a training program launched (Tanuja, 2007). Training Need Assessment should be done before training programs in order to identify specific problems in the organization requiring highest training priority so as to be solved, obtain management support by making certain that the training directly contributes to organization objectives, develop data for evaluation of the success of the training program and to determine the cost and benefits of training (Brown, 2002).

Ongori and Nzonzo (2011) assert that Training Need Assessment occurs at two levels – group and individual. Individual’s performance may be sub-standard. Inadequacy in performance may be due to lack of required skills and knowledge and this problem can be remedied by training. Fast changes in technology demands new skills and knowledge and therefore employees acquire them through training in order to handle more challenging tasks. At group level, training need assessment occurs in case there are any changes in the organization’s strategy requiring training of employees. At times when the organization decides to introduce a new line of products, sales and productions personnel have to be trained how to produce, sell and service the new products. 

According to Gupta, (2009) training needs assessment methods are broadly categorized into three types namely: Organizational analysis that involves a study of the entire organization in terms of its long and short term objectives, operational analysis involving a detailed analysis of the jobs to identify job contents and Manpower analysis that determines the changes required in the knowledge, skill and ability of the persons to be trained.  On the other hand, (Sarin, 2009) describes TNA methods, as group or organizational analysis which is done through organizational goals and climate survey, exit interviews and customer survey/satisfaction data. Individual analysis is done by evaluation through performance appraisal results, need assessment questionnaires and attitude survey training progress.

2.2.1.3 Objectives of Training
Manu (2004) as quoted from Pitfield (1982) is of the opinion that the objectives of training are to: provide the desired pool of knowledge, skills and aptitude necessary to undertake required job efficiently, develop workers with potential, increase efficiency reducing physical risks and machine misuse. The main objectives of training are to impart new entrants the basic knowledge and skills required for efficient performance of definite tasks; to assist the employees to function more efficiently in their present positions by exposing them to the latest concepts, information, techniques and developing the skills they require in their particular fields; to build second line of competent officers and prepare them to occupy more responsible positions and to broaden the minds of the senior managers through interchange of experience within and outside so as to correct the narrow outlook cased due to over specialization (Gupta, 2009).

Kulkarni (2013) argues that the principal objective of training is to ensure the availability of a skilled and willing workforce within the organization.  There are four objectives as categorized below:
i.	Individual Objectives: These objectives help employees in achieving their personal goals, hence, improving their contribution to the organization.
ii.	Organizational Objectives:  The objectives assist the organization with its primary objective by upgrading individual’s effectiveness.
iii.	Functional Objectives: These objectives maintain the department’s contribution at a level suitable to the organization’s need.
iv.	Social Objectives: Social objectives ensure that the organization is ethically and socially responsible to the needs and challenges of the society.

2.2.1.4	 Function of Training
Olaniyan and Ojo (2008) as quoted from Akintayo (1996), Oguntimehin (2001) and Graig (1996) identify various functions of training. These functions include: increase productivity; improved quality of work, skills, knowledge, understanding and attitude; enhance the use of tools and machines; reduce waste of raw materials, accidents, turnover, lateness, absenteeism and other overheads costs; eliminates obsolesce in skills, technologies, methods, capital management etc.  It brings incumbents to that level of performance which needs the performance for the job; enhance the implementation of new policies and regulations; improves man-power development and ensures the survival and growth of the enterprise.

2.2.1.5	 Training Program
A long string of successful training program certainly enhances the credibility of training (Wayne and Roberts, 2005).  A perfect training and development program should be designed with clear scope and objectives;  have proper reinforcements to continuously improve the performance capability; be role-specific and involve practice thus, will help employees do their present jobs better and skills that are practiced often are better learned and less easily forgotten;  be carefully planned in terms of reading materials, learning duration, venue and instructors; be clear to all employees at all levels thus allowing employees to be part of decision making in terms of trainees and trainers selection criteria, preparation of relevant training materials, venue, accommodation and conduction of courses and  be well evaluated (Gupta, 2007). 

An organization without viable training programs would fail to provide employees with frequent opportunities to practice and enhance their capabilities in terms of improved employee’s skills and knowledge (Beckham, 2009).  According to Land et al, (2007), a training program may fail if the management cannot convince the employees of its merit.  Employee must always believe that, training programs have value and will help them achieve their personal and professional goals.

2.2.1.6 Training Evaluation
Training evaluation is defined as the process of systematically collecting information and using the information to determine the effects and value of training program.  It seeks to determine the degree to which the training program has done what it was supposed to do. Was the training effective? Can employees perform more effectively on the job? Are they better prepared for additional responsibilities (Tanuja, 2007)? Goldstein and Ford (2002) defined training evaluation as the systematic process of collecting data to determine if training is effective. Devi and Shaik (2012) as quoted from Kenneth and Megan (2002), evaluation should include procedures that ensure alignment of a training activity with the organization’s strategy.

 According to Manju and Suresh, (2011) training evaluation has received extensive credits as being advantageous and useful since it identifies areas where particular courses or training programs may be strengthened. It is thus important that, the training department documents its efforts and demonstrates that evaluation process certainly provides valuable services (Dessler, 2003). Tanuja (2007) outlined the three stages of training evaluation as first, the pre-training evaluation, which is carried out during training program inauguration. At this stage, both objectives and expectations are clearly communicated to trainees.  Second, the intermediate evaluation which involves monitoring the training progress while it is still in progress to ensure success. This ensures that the program is not going off-track. 

Third,  post-training evaluation that assesses whether the new skills and knowledge acquired have improved staff competence levels, achieved training objectives and if there are any improvement in both employee and organization performance. Evaluation report ensures that training and development program was accountable and met the needs of both employees and the organization in the most cost-effective manner. It also proves whether the large percentage of budgets invested was worth it.  Bernardin (2004), describes criteria used to evaluate training programs as Reactions, Learning, Behavior and Results.

2.2.1.7   Methods of Training Evaluation
A summary by Gupta, (2009) on training evaluation methods included the opinions and judgments of trainers, superiors and peers; filling up evaluation form and questionnaires to know the  trainees reaction; arranging structural interviews with the trainees; comparing trainees job performance before and after training; studying profiles and career development charts of trainee; cost benefit analysis of the training program; trainees comments and reaction; measuring levels of productivity, wastage cost, absenteeism and employee turnover after the training.

2.2.1.8   Training Policy
Robbins and Coulter (2007) define policy as a guideline for making decisions thus establishing general parameters for decision while Gupta, (2009) defines training policy as a document that represents the commitment of top management to employee training. He specifies that the policy should consist of rules and procedures concerning training, indicate the company’s intention to develop its employees, guide the design and implementation of training programs, identify critical areas where training is to be given priority basis and provide appropriate opportunities to employees for their own betterment. Training is one of the main Human Resource policies all organizations should have in order to maximize the benefits reaped from training.

2.2.2 	Human Resource Development 
Shirley (2011) defines Human Resource Development (HRD) as a practice that combines organization development, career development efforts to encourage improvement of individual, group and organization performance. Sarin (2009) defines development as those learning opportunities designed to help employees grow. At micro level, human resource development improves skills, attitudes and behavior of employees in organization settings for the benefit of both individual and organization.  At macro level, human resource development improves the quality of life of people in the country by providing the right environment wherein individual can grow. It is an inter-disciplinary concept.

Kulkami (2013) has established that employee development programs are designed in order to meet specific objectives, which contribute to both employee and organizations effectiveness.  There are several steps in the process of management development.  These steps include reviewing organizational objectives, evaluating the organization’s current management resources, determining individual needs, designing and implementing development programs and evaluating the effectiveness of these programs and measuring the impact of training on participant quality of work life. In a very narrative way, it can be illustrated by the following formula:
Employee Development = Employee Education + Employee Skills + Training Effectiveness + Employee Quality of work life.

Olaniyani and Oyo (2008) specify methods of HRD as understudy that is good for succession planning, Position Rotation for junior executives and Self Assessment/Self Development which involve personal desire to improve independently while Self Assessment is the personal identification of strength, weaknesses and challenges.
2.2.3	Training and Development
Training is a management tool designed for non-managerial staff to bring about changes in specific knowledge, skills, attitudes or behavior as a means of increasing an employee’s and ultimately an organization’s performance in terms of effectiveness, productivity, efficiency and profitability. Development is another management tool designed for managerial staff that tends to enhance skills and ability, which the employees need to be able to pursue a career line with its advancing needs (Manu, 2004). Management Development is an attempt to improve managerial effectiveness through a learning process (Mumford and Gold, 2004). 

It is a process that attempts to improve current and future employee’s performance by increasing their ability to perform through learning, usually by changing the employee’s attitude or increasing his/her skills, knowledge and ability (Sarin, 2009).  Tabassi and Bakar (2008) define Training and Development as a process of developing work-related knowledge and skills in employees for the purpose of improving performance systematically. 

2.1.3.1	Methods of Training and Development 
Tanuja (2007) categorized the following methods as on-the-job.

2.1.3.1.1 On-the-Job Training 
On-the-Job training (OJT) is a method, which involves placing an individual on a regular job and teaching skills necessary to perform the job. The trainee learns under the guidance and supervision of a qualified employee or an instructor. This is actually learning by doing.  According to him, on-the-job training included: 
Job Rotation: It is a development training method that involves moving employees to various positions from department to department to broaden their understanding of different aspects of business and also assess their potential for shouldering higher responsibilities.

Coaching or understudy: Coaching is a development training method that involves a trainee working directly with the person he or she is to replace.
Job Instruction:  An experienced employee teaches the job to the newcomer in a stepwise manner. It consists of four steps – preparing the learner, presentation of the skill or knowledge, performance try-out by the learner and follow-up by trainer to assess training.
Orientation/Induction: This training is normally for new entrants on the job. It makes them familiar with the new working environment, company rules and regulations and organization culture.

2.1.3.1.2 Off-the-Job training 
Off-the-job-training involves trainees learning outside the job and devoting their whole time on learning. The process helps employees to socialize with other employees from other companies and also learn new skills and different methods of doing their jobs.  According to Cole, (2002) these methods include:
Case study: The training approach presents the trainee with a written description of the organization problem. The trainee then proceeds to analyze the case, define the problem and generate possible solutions. The approach imparts problem-solving and critical-thinking skills.
Lectures:  Lectures are the traditional form of instructions that involves one-way presentation of knowledge/concepts. They are a simple and quick method to provide knowledge to large groups of trainees.
Seminars and Conferences:  This approach provides a vehicle for communicating ideas and procedures. It’s also an appropriate method for debates and discussions on relevant issues.
Group Discussions: The approach involves participants, usually clerical, professional or supervisory personnel, who pose ideas, examine and share facts, test assumptions and draw conclusions which contribute to the improvement of job performance.
Internship Training: This is a joint program which educational institutions and business firms co-operate.  Selected candidates carry out regular studies for a prescribed period. They also work in some office or even factories to acquire practical knowledge and skills. 

2.2.3.2 Emerging Methods of training and Development
The growth of information technology (IT) has revolutionized the world of work and has also brought about changes in the way individuals are trained. These methods are categorized as Technology.

2.2.3.2.1 Technology and Training
Computer- Based Training (CBT) which is also referred to as “just-in-time” training uses Computer-based and or DVD to interactively increase knowledge and skill (Dessler, 2005). The two types of techniques used in CBT are Computer Assisted Instruction (CAI) that delivers material directly to the trainees through a terminal of interactive format and Computer Managed Instructions (CMI) which uses the computer to manage the administrative functions of training like registration, record keeping, scoring and grading. Some employers have formed software libraries containing copies of different tutorial programs that trainees can check out to work on at home (Ongori and Nzonzo, 2011).

Distance Training: This learning method includes the traditional correspondence courses, video conferencing and tele-training.
E-Training:  This is cyber learning. It is a high tech training method and uses internet or the intranet of an organization to conduct training online. According to the ASTD, firms in America deliver 8.4 percent of their training via the Internet
Other up-coming methods include: Team training, cross-cultural training, competency assessment and competency modeling.

2.2.3.3 Benefits and need for Training and Development
Training and development is essential to organizations which seek to gain competitive advantage through highly skilled and flexible workforce. Such workforce is seen as a major element to high productivity and quality performance (Manu, 2004). Competitive advantage is the only favorable position an organization seeks in order to be ahead of its competitors and its important source is a knowledgeable and skilled workforce. Vermic (2007) illustrates that employee training and development  does not imply to only obtaining new knowledge, abilities and skills but also the possibility to promote entrepreneurship, introduce employees to changes, encourage the changes of their attitude, introduce the employees to important business decisions and involve them actively in the process of decision making.

Punia and Kant, (2013) has established that, training and development is essential since it brings some positive results to organizations and individuals. The outcome includes: Reduction in employee anxiety, increase in knowledge and confidence, development in skills, attitude and behavior. Training and development usually comes up with new demands. Benefits of training and development can be categorized broadly as benefits to employees, organization, customers, society and the nation.
(a)  Employee Benefits
Improved Performance: Training positively affects individual and organization performance. A study in Northern India regarding mechanics, (Barber, 2004) found out that on-the-job training led to greater innovation whereby the mechanics figured up a jeep body using only homemade resources (a hammer, chisel and oxyacetylene welder). According to him, the training headed to superior novelty and implicit skills. Tacit skills acquired through informal learning are very useful for effective performance.  New skills also serve as antecedents of job performance.
Opportunities for Upward Mobility: Management development programs prepares and enables employees to acquire skills needed for a promotion. That means, it facilitates employees movement from their present job to a job with higher responsibilities.
Increased Employability:  Skilled and knowledgeable workers are usually seen as more attractive by competitors. A study by Aguinis, (2009) on employee turnover reveals that, organizations investment in employee development via tuition reimbursements decreased turnover when employees were taking classes.  Turnover increased once employees obtained their degrees if they were not promoted. The study points the need to offer development opportunities on a regular basis since trained workers are easily poached by competitors.
Employee satisfaction:  Organizations that invest in human resource achieve high level of employee satisfaction and low staff turnover (Jehanzeb and Bashir, 2012).  Loyalty with an organization cannot be calculated but it is substantial to intrinsic reward that employees feel.  Employees, who are satisfied with their jobs, believe that their work has a purpose and importance for their organization.  High salary and benefits plays an important role in selection and retention of employees, but lately employees are observing more on opportunities to acquire fresh skills. Therefore, nourishing these requirements facilitate employees in acquiring self-confidence and job gratification.

(b)  Organizational Benefits
Organization Performance:  Training and development has been defined as a contributing factor to organization’s effectiveness. Effective training contributes to improved employee performance since they are fully equipped with the relevant skills, knowledge, abilities, attitude and experience for undertaking various roles.  Bartlett, (2001) recommends that one of the error that is usually problematic to identify, is proposing an effective calculation of performance of the organization. Training and Development improves productivity and profitability from increased sales volumes and revenue. Employees also become more responsible.
Problem Solving:  Training and development provides one means of solving problems faced by organizations such as employee turnover. Rosenwald, (2000) confirms that there is a strong relationship between employee training and development and employee retention. Other problems solved include absenteeism, union management disputes, inventory shortages, scheduling delays and involuntary staff turnover through terminations due to skill deficiency.
Organization’s Image:  Clardy (2005) notes that an organization’s reputation can be affected by its training practices.  The nature of organization’s reputation influences how customers and (potential customers), competitors and even employees interact with the organization. Therefore, an organizations’ reputation can have important financial consequences.

(c)  Customer Benefits
Customers are able to enjoy better quality products and services due to the increased efficiency. This effectiveness results from more employees’ involvement in organizations’ daily activities. Trained employees are more concerned; show lots of interest, contribute and participate more.

(d)  Society and the Nation
Training efforts produce improvement in the quality labor force, which in turn is one of the most important contributors to national economic growth.  Investing in Human Capital is an essential tool for the country’s development since it improves ‘Nation’s’ Human Capital which in turn is related to greater economic prosperity. Training activities have also the potential to produce benefits such as the inclusion of the country in powerful Economic Blocks (e.g. European Union) since Human Capital development is one of the requirements imposed on countries to be part of such blocks.

2.2.3.4	 Effectiveness of Training and Development
Training and development effectiveness is the degree to which the training achieves the desired objectives or immediately expected results (Punia and Kant, 2013). It is a measure of the extent to which training achieves its intended outcome. The two main elements of training effectiveness are “output benefit” also referred to as traditional approach of measuring training effectiveness which usually measures the individual performance improvement after training and “Training process effectiveness” that measures how well training function delivered its services to the organization.  For example, investing in high quality trainers but achieving detrimental outcome. For training plan to be effective, organizations need to examine the extent to which training and development system closely relate with the organizational strategies and more important, the measure to ensure the effectiveness of training and development activities (Haslinda and Mahyidin, 2009; Ayahya and Mat, 2013). 

2.3 A Theoretical Approach to Training and Development
The Study will be guided by The Kirkpatrick evaluation model.

2.3.1	The Kirkpatrick’s Evaluation Model
The model was initially created by Kirkpatrick (1950). Kirkpatrick’s four-level hierarchy of Reaction, Learning, Behavior and Result is a training evaluation model that has been widely used to measure the effectiveness of training objectives. The model attempts to examine training in terms of employees and organizational outcomes. The results of a survey conducted by ASTD (1997) indicated that majority (81 percent) of HRD managers attached importance to evaluation and over (67 percent) applied Kirkpatrick’s Model. 
i.	Emotional Reaction
Emotional .reaction refers to the attitude of the participants at the end of the training. The level usually focuses on measuring to investigate the attitudes towards the training material provided and its presentation, venue, topic and also the facilitator presenting the training programs. Employee satisfaction survey questionnaire should be directed towards measuring the training attitudes towards content, process (presentation style), definition of the course objectives, achievement of course objectives and the biggest strengths and weaknesses of the overall course.

ii.	Learning
Learning connotes the level at which employee’s skills are broadened and knowledge widened as end result of training. It not only enhances existing capabilities but also leads to the development of the skills, knowledge and attitudes that prepare employees for enlarged or higher-level responsibilities in the future (Armstrong, 2009). Learning is the second area of post training evaluation that measures degree to which trainees have acquired new knowledge, skill and competencies which ultimately translates to improving job performance. Methods such as simulation, verbal assessments and performance tests normally yield direct results. Trainees should be tested before training since this serves as a baseline standard against which the level of trainee knowledge and skills measured after the training is compared to determine improvement.
iii.	Behavior
The third level of the model measures the effectiveness of training focusing on work-related behavior changes which usually reflect in performance. This activity is long term and may take place weeks or months after the training as compared to Reaction and Learning that can easily be accomplished immediately after the training session. Survey, observations and interviews of performance are some of the methods used for measuring behavioral changes. Management by Objectives (MBO) is one of the several methods of measuring performance changes. Its formats enable personal work related objectives to be set with specific reference and focus on implementing training experiences. Trainees may have liked the program (Reactions) and also gained knowledge (Learning) but there are many factors that may prevent the transfer of learning to the work situation. Methods such as post-training, performance appraisal of trainees, observation of the trainees while on their jobs and interviews with trainees and their managers are used to measure the degree of behavior change.

iv.	Results
The criterion seeks to determine the impact of training on performance of the organization. Data on measure such as productivity, sales volume, and profits is obtained before and after the training. A number of approaches to performance measurement have been developed which incorporate ‘hard’ measures such as financial performance and ‘soft’ measures such as employee satisfaction. Kirkpatrick’s model actually does not represent the required balance of four evaluations, they always complements one another. Without short term evaluation measurement, training runs the risk of imparting knowledge that is not transferable or irrelevant to the organization goals. Without proper emphasis on evaluating behavioral changes and results, training may be successful but its benefits to the organization may be quite limited and in some circumstances negative. For the purpose of this study, the researcher will use The Kirkpatrick Evaluation Model as the model to guide this study. The reason for choosing this particular model is because its components reflect the key issues that will be addressed by this study.

2.4   Empirical Literature Review
This chapter reviews various studies done by other researchers that relate to this study. Investigations on training activities and gaps to be filled are stated. With the current issue of globalization that has integrated the world towards international cooperation in economics, culture values, technology, equipment and exchange of knowledge has resulted to intense global competition. Remarkable changes in the economy and corporate restructuring has thus brought significant transformation in organization structures and work practice. For this reason, training and development has increased its significance in today’s business environment where jobs are complex and changed requiring the need for new or expanded skills and continuous skill upgrading to match the growing demand of jobs.

Mwajombe (2007) in his study at the Tanzania Post Bank disclosed that unclear trainee’s selection criteria, lack of autonomous training unit, inadequate budget allocation and poor top management support are among the many factors that hindered the effectiveness of staff training.  A study by Nkini, (2008) on assessment of staff training and development in Evangelical Lutheran Church in Tanzania, Northern diocese that involved 68 respondents revealed that the Diocese lacked HR department and had no enough funds for training. Lack of Training Need Assessment resulted to poor selection of trainers and all these problems also resulted from poor participation of the top management.  Although, various establishments have human resource departments and well covered budgets, it’s uncertain on the effectiveness of training programs. Thus, this study aimed at ascertaining the doubt by assessing deeper factors limiting the effectiveness of training programs in private companies.

Another study by Kihongo, (2011) at the Temeke Municipal and Kisarawe District Council where data was collected from 47 respondents uncovered that training was not effective because the local government did not allocate sufficient funds for training and training policies were not clearly formulated.  Worse still, malpractices due to lack of proper Training Needs Assessment and shaky management contributed to ineffectiveness of training programs. Training is not a responsibility for the Human Resource Department but a responsibility of all departmental heads and supervisors.

According to a research by Mndeme, (2011) at the Tanesco, Dar es Salaam and Coastal Zone which involved 274 respondents reviewed that although training budgets were allocated they did not support the training programs but were re-routed to other company functions. He also discovered lack of proper training needs assessment procedures resulted to unfair selection of trainees. Mjenga (2002) in his study at the University of Dar es salaam reviewed that training ineffectiveness was due to poor recruitment systems, lack of training need assessment and lack of top management support. Utilization of the training policy and proper human resource planning were required as guidelines for the institutions’ decision making especially on critical areas where training and planned recruitment were to be priority. Further study by Seleman, (2009) disclosed that one of the factors that restricted the effectiveness of training program at Mzumbe University was shortage of funds.         Kilugwe (2007) in her study at Morogoro municipal council revealed that age limits, low education level and inadequate budgets are some of the factors that hindered implementation of training program. 

A study by Lenena (2009) on factors affecting Human Resource development in post privatization enterprises in the mineral sector disclosed that little efforts made on training policy awareness affected HR development.   Ishenda (2014) in her study on implementation of training programs in private sector, a case of Tanzania Tobacco Processors, revealed lack of training policy awareness among employees was one of the major factors hindering proper implementation of training programs. Dominic et.al, (2010) conducted a study on the effectiveness of training and development in public service management in Dar es Salaam. 

The study compared the real and ideal training and development function, trainee’s attitude towards management of the function and problems facing its implementation. The study uncovered that although there were well designed training programs, they lacked implementation. In addition, training funds were not adequate and the little that was set aside was poorly allocated. Trainee’s selection was also not clear. The study focused only on effectiveness of management training leaving out the unionized staff and did not focus on the factors limiting effectiveness of staff training and development in the organization as a whole.
2.5 The Synthesis of the Study
Kihongo (2011), Mndeme (2011), and Kilugwe (2007) studied factors hindering the effectiveness of training and development in public and parastatal services. The gap identified is that none of these studies focused on the factors limiting the effectiveness of staff training and development in relation to training activities in private organizations, Kibo Poultry, the location which the researcher intended to cover. Nkini (2008), Mjenga (2002) and Seleman, (2009) carried out their study on training and development within churches and universities and did not consider tackling the private organizations. On the other hand, Dominic et.al, (2010) study focused on management training in the public service. All these studies did not consider training and development in relation to private organizations.

Generally, training activities in Tanzania are not doing very well. In fact, a current study on Tanzania’s economy revealed untenable economic investment in Human Capital and was required to increase investment to further unlock its growth potential while enabling private sector to create more jobs (World Bank, 2016).  It is a fact that, effectiveness of staff training and development is really crucial and consequently this research intended to examine further, factors limiting the effectiveness of staff training and development specifically in private organizations in order to capture those unidentified elements dragging training activities behind and also uncover a way to eliminate them. 

2.6 Conceptual Framework
Conceptual framework refers to pictorial narration of the relationship between the independent and dependent variables. It explains main issues to be studied in a graphical or narrated form, where the key factors, concepts or variables are explained. The Conceptual framework actually is imperative in summarizing the research interplay of the variables. In this study, the conceptual framework indicated the factors that enhance the effectiveness of staff training and development. Organizations that invest in their employees and adopt training policies and systematic approach to training always enjoy the end result especially in terms of productivity and profitability due to improved job performance.  Other benefits include; high quality goods, services and workforce; good company reputation; reduced employee turn-over, multi-tasking and more importantly, improving the nations Human Capital which in turn is related to greater economic prosperity












Figure 1.1:  Conceptual Model of Effective Staff Training and Development      
Source: D. Kirpatrick (1950)
2.7 Theoretical Framework
2.7.1 Independent Variables
The independent variables include: training need assessment, top management support, training budget allocation, Human Resource department (HRD), Evaluating training effectiveness and trainee’s selection process.

2.7.1.1 Training Need Assessment
Effective training must have a need analysis. At this point, needs are identified and the suitable training that is required to satisfy those needs is decided. Training need assessment examines employees and organizational knowledge, skills and abilities and identifies any gaps or areas of need.

2.7.1.2 Top Management Support
The executive commitment is critical. They not only allocate resources but they also participate in designing the process. Management involvement is crucial at the learning process since the employees may resist implementing their new skills and knowledge acquired during the training course. Managers also can easily handle employees and let them understand the importance of training and skills development.

2.7.1.3 Training Budgets Allocation
Training is a continuous process especially with the current rapid technological advancement, social and economic changes. Therefore, funds allocation should be a priority since benefits accrued from the training and development outweighs the costs involved. For example, the turnover of key employees through resignation and employee poaching can have a disproportionate impact on the business and as we all know, today’s workers have no qualms about leaving employers for greener pastures.

2.7.1.4 Human Resource Department 
Human Resource department is very essential for effective training and development. It is an internal organization structure of the Human Resource Management that solely deals with HR matters. The department initiates and formulates new policies and programs (in our case, training policy) and revises the existing ones. The department also facilitates management development, organizes training and ensures proper implementation of policies and programs. The researcher feels that, the presence of a well functioning HRD will highly contribute to the effectiveness of staff training and development.

2.7.1.5 Evaluating Training Effectiveness
It is important to evaluate training programs by providing feedback to ensure that they have achieved the aims of which they were designed. Evaluation provides information about the effectiveness of training as well as those of the future. It also gives links between training and its integrations with other organization functions. Training without feedback results to ineffectiveness.

2.7.1.6 Trainee’s Selection Process
Selecting candidates for training entails taking extra care since considerable company resources are spent on their development. It does not take any business sense to fritter away scarce company resources training un-trainable employees or those without the right credentials or even those without qualities to fit into the organization’s work culture.  On the whole, it pays to invest in the right candidates and these should be the ones picked as trainees for the available positions (Nguwi, 2010).

2.7.2 Dependent Variable















Research methodology is based on research processes and kind of tools and procedures to be used (Babbie, 2002). This chapter outlines extensively various sections which cover research design, area of study, target population, sample size and sampling techniques, methods used in data collection and data analysis, the validity and reliability of instruments used to collect data and finally the ethical considerations.

3.1 Research Design
Research design is a plan, structure and strategy of investigation so conceived as to obtain answers to research questions or problems. In this study, descriptive research design was used. Both qualitative and quantitative approaches were adopted. Qualitative research approach is an approach that finds out how people feel or think about a specific subject or establishment while quantitative design is based on measurement of quantity or amounts (Kothari, 2004). 

3.2 Area of Study
The study was conducted at Kibo Poultry a case sample organization in Moshi municipality, Kilimanjaro Region. Moshi municipal covers about 59 square kilometers and is administratively divided into 21 wards.   Moshi has day population of 555,570 and night population of 184,292 according to the 2012 census. It is situated on the slopes of Mt. Kilimanjaro, the highest mountain in Africa, at an attitude of 950 above sea level and a home for the majority of Chaaga and Pare ethnic groups. I decided to choose Moshi municipality due to the high influx of investors in private companies especially in tourism industry which is the major economic activity that has recently picked up due to the vicinity with mountain snow-capped Kilimanjaro.  Kibo Poultry happens to be one of the private companies, owned by a British investor and therefore the researcher targeted it because of its proximity given the limited time for the research study and resources.

3.3 Population of Study
Krishnaswami (2002) defines population as the target group to be studied in a particular place. Target population refers to the total member of subjects of interests to the researcher (Oso and Onen, 2005). The targeted population in this case was employees of Kibo Poultry, Moshi branch. Kibo Poultry Head office has a total of 96 employees as illustrated on Table 3.1.

Table 3.1:  Number of employees at Moshi office as per department (N=96)







Source:  Field Data (2016)

3.4 Sampling
Sampling is the process of obtaining a selected respondent from a given population   (Kothari, 2004). It is a part of the research plan that indicates how cases are to be selected.  The basic idea of sampling is that by selecting some of the elements in the population, we may draw conclusions about the entire population; this includes participants or objects on which measurement is taken. In this study a combination of both probability and non-probability approach were used and for various reasons purposive and simple random sampling was applied.

3.4.1	Sample Size 
The study population comprised of all employees of Kibo Poultry Moshi office, categorized in five departments as illustrated on Table 3.1. A sample size of 92 employees which is (65 percent) of the entire population was selected and considered as representative of both Administration and the overall production team which the researcher believed would allow for accuracy and assurance of the research findings. Financial and time constraints made it imperative to limit the sample size so as to simplify the process of data collection.  The nature of business also limited the sample size since Moshi office only accommodated       68 percent of the company population while the rest of the employees were based in the various Kibo Poultry branches as indicated on table 3.2. 

Table 3.2: Kibo Poultry Employees Per Branch
S/No		Regional office		No. of employees	Valid Percent




Source:  Field Data (2016)
3.4.2	Sampling Techniques




Purposive Sampling also referred to as judgmental sampling is done when the researcher purposely appoints someone whom in his/her judgment has appropriate characteristics required for the sample member and, is relevant to the research topic and easily available to him/her (Rwegoshora, 2006).  In this study, purposive sampling was used to obtain a sample of employees with a broad knowledge about the company in general and also its training system. The sample selected and interviewed included 5 Heads of department (HoDs), 5 supervisors and 5 well experienced administration staff.

3.4.3.2 Simple Random Sampling
Simple random sampling also known as chance or probability sampling where each and every item in the population has an equal chance of being included in the sample and each one of the possible samples has the same probability of being selected (Kothari, 2004). In this study, a total of 92 employees were randomly selected to take part in the study.  Respondents selection considered various personal particulars such as; years of service, gender, age, marital status and educational level. 
3.5 Data Collection
Data refers to anything admitted as a fact on which a research inference is based             (Oso and Onen, 2005).  Data collection, on the other hand, refers to gathering of specific information aimed at proving or disproving some facts about a situation, person, problem or phenomenon. At times, information required is available and only need to be extracted. Based on these approaches to information gathering, data are categorized as Primary and Secondary. In this study, the researcher opted to use primary and secondary data collection methods. According to Ngware, (2009), the use of multiple data collection methods builds checks and balances into a research design.  

3.5.1 Primary Data
Primary data are those freshly collected from the field and for the first time. Therefore, it is considered ‘original’ in character (Kothari, 2004). In this study, questionnaires, interviews and observation methods were used to collect primary data. The reason behind using more than one method of data collection is that, no single method is perfect or can give all data for the study independently and accurately as each technique reveals different aspects of empirical realities. There are strengths and weaknesses to any single data collection instrument.

3.5.1.1 Data Collection Techniques	
Questionnaires: Questionnaires are a set of questions printed or typed in a definite order on a form.  In this case, a list of open and closed ended questions was prepared focusing on factors limiting staff training and development. The questions were prepared in English and translated to Kiswahili so that respondents would select questionnaires they would comfortably answer. Questionnaire method was used because it is capable of accommodating a wide spread of people geographically and it gives respondents time to think and choose appropriate answers to the questions. The researcher provided possible answers to all closed ended questions where the respondents had to tick in the category that best described the answer and where more clarification was required, open questions were used. Questionnaires were distributed to 92 respondents but only 84 questionnaires were returned to the researcher giving a 91 percent response rate.

Interviews: Interview is a method of collecting data that involves face to face interaction between the researcher and the respondent. Interviews are convenient because the researcher decides to make personal or telephone contacts. In this case, the researcher prepared a list of unstructured questions relating to factors limiting the effectiveness of staff training and development. During the interviews, note pads were used to note down the respondents response on the various questions. Respondents interviewed were Heads of department, supervisors and a few of the administration staff. The process aimed at providing detailed information about respondent’s feelings, perception and opinions on the studied event. It also allowed for more detailed questions to be asked and gave on the spot feedback.  Interviews are actually a good supplement to the unanswered questions on the questionnaires.

Observations: Observation technique involves paying personal visits on the field grounds. Participant observation was used, whereby the researcher posed as one of observing team as staff put into practice the various skills learnt during in-house training. Although, this method gave limited information, it practically helped the researcher to justify some supportive events that were included in this research study. 

3.6 Secondary Data
Secondary data refers to data that is already available. It is data that has already been collected and analyzed by someone else such as published and unpublished documents.  Generally, sources of secondary data in this study included books, publications, journals, articles and electronic media that consisted of literature related to factors limiting the  effectiveness of staff training and development as well as staff training records provided by the Kibo Poultry officials. 

3.7 Validity and Reliability
Validity and reliability in research are the issues that researcher should address in the design of the study and analysis of the results so that the research can withstand quality test (Patton, 2002). Bear in mind that, “All valid instruments are reliable but not all reliable instruments are valid”.

3.7.1 Validity
Validity is the degree to which a scale or set of measures accurately represent the concept of the interest. According to Kothari (2004), validity aims at establishing the results which are related to the condition. To ensure content validity, the researcher did a pilot study where one employee from every department was issued with a questionnaire to allow pre-testing of the instrument. The researcher also discussed with a panel of the administration and production officials regarding the instrument to ensure that all relevant factors were included and met the standard thus giving it face validity.

3.7.2 Reliability
Reliability is the extent to which a measuring instrument provides consistent results. The data of this study are reliable as interviews were applied in collecting primary data and triangulation methods of data collection were used to clear the doubt.

3.8 Data analysis
Data analysis is a practice in which raw data is organized so that useful information can be extracted from it (Smith, 2011). It is the computation of certain measures along with searching for patterns of relationship that exist among data-groups (Kothari, 2004).  The analysis was based on the research questions and objectives of the study to avoid irrelevance. Data obtained from questionnaires was coded, analyzed and summarized using Statistical Package for Social Sciences (SPSS). The reason for using SPSS in analyzing data is because the program can perform the entire statistical analysis required for the study. Microsoft excel was also partially used particularly in graphical presentation.  Data obtained through interviews was analyzed manually through ordering and listing all answers, and then connecting them with the purpose of my study. Descriptive analysis was used to analyze the factors limiting the effectiveness of staff training and development at Kibo Poultry, a case sample organization in Moshi. 

3.9 Ethical issues
















4.0 FINDINGS AND ANALYSIS
4.1 Introduction
The chapter illustrates and analyzes all the data collected through questionnaires, interviews and observation during the research activity. The chapter starts by describing the general profile and characteristics of the respondents and examining the research objectives which include: the awareness of the existing training and development policy within the  private companies in Tanzania, examination of how staff training and development is being implemented within the private companies in Tanzania, the criteria being used to select employees for training within the private companies in Tanzania, how often training needs assessment process takes place within the private companies in Tanzania and how training and development effectiveness is being evaluated within the private companies in Tanzania. Kibo Poultry was chosen as a case sample of private organizations within Tanzania.

4.1 Demographic and Characteristic of the Respondents
The general profile and characteristics of the respondents was based on age, gender, educational level, marital status and years of service.  The section is important because it reflects on the general characteristics of the respondents who were used to obtain the findings and from which the conclusions of the study are derived. The study enrolled 92 respondents. Out of the 84 respondents who were sampled and responded positively, 40(48 percent) were males while 44(52 percent) were females. The findings imply that, due to the gender balance of the respondents, the study had the opinions of both male and female respondents. Table 4.1 depicts
Table 4.1:  Gender of the Respondents (N = 84)




Source:  Field Data (2016)

4.1.1	Respondents’ age bracket
The respondent’s age ranged from 20 to above 41 years. The data findings indicated that 43 percent of the respondents were aged between 20 – 30 years, while 37 percent were within the age of 31 – 40. The remaining 20 percent respondents ranged from 41 years and above.  This implies that the majority of the respondents were in the productive age and therefore if this team was well nurtured in terms of thorough training to improve their expertise, Kibo Poultry, a case sample organization, would create a pool of competitive staff. Table 4.2 illustrates.

Table 4.2:  Respondents’ Age Bracket
S/No		Age bracket (yrs)		Frequency	Valid Percent
1		20 -30		36	43
2		31 - 40		31	37
3		  >  41 		17	20
		  Total		84	100
Source:  Field Data (2016) 

4.1.2	Years of Service of the Respondents
Table 4.3 illustrates the findings regarding work experience of the respondents at            Kibo Poultry, a case sample organization. The data indicates that majority of the respondents 36 percent have between 3 – 5 years work experience followed by those with less than 2 years of work experience 26 percent. Respondents with work experience ranging between 6 – 8 years and above 9 years were both represented by 19 percent each respectively. These findings reveal that, majority of the respondents had more than 3 years work experience. This implies that, Kibo Poultry has approximately 62 employees who if constantly trained could become good mentors and trainers especially to the new entrants and to those with less than 2 years work experience. 

Table 4.3:  Years Of Service Of The Respondents
S/No		Years of service		Frequency	Valid Percent
1		  <  2		22	26
2		  3 - 5		30	36
3		  6 - 8  		16	19
4	          	<  9		16	19
		  Total		84	100
Source:  Field Data (2016)

4.1.3	Educational Level of the Respondents
The researcher opted to examine the educational level of the respondents so as to find out whether employees at Kibo Poultry, a case sample organization in Moshi, were suitable for training.  The results showed that 45(48 percent) of the respondents were class seven leavers while 22(23 percent) of the respondents only completed form four. These two groups formed the majority of the respondents and worked under the Production Manager in the chicken houses. Respondents holding certificates of different fields were 7(8 percent) and a similar number of respondents were the bachelor degree holders.  The remaining 3(4 percent) of the respondents were ordinary diploma holders.  The use of both English and Kiswahili languages on the questionnaires was therefore very beneficial to the respondents due to the great disparity in education level and therefore the researcher believed that the respondents replied the questions corrected. However, from the critical point of view, the findings indicate that the majority of the production team have no professional qualifications while only 17(20percent) respondents are above certificate level. The results explain why Kibo Poultry, a case sample organization, needs intensive efforts to train and develop their staff so as to compete in the current labor market. Results are depicted in Table 4.4.

Table 4.4:  Educational Level of the Respondents
S/No		Educational level		Frequency	Valid Percent
1		  Class 7		45	55
2		  Form 4		22	25
3		  Certificate		7	8
4		  Diploma		3	4
5	          	Bachelor		7	8
		  Total		84	100
Source:  Field Data (2016)

4.1.4	Marital Status
Marital status of the respondents was also taken into account. The data findings revealed that 33(39 percent) of the respondents were single. The group consists of class 7 and forms four leavers as the results show on the educational level section. About 46(55 percent) of the respondents were married while 3(4 percent) of the respondents were divorced. The remaining 2(2 percent) of the respondents were widower. 

The result figures show that majority of the employees are married. During the inquiry, most of them did not have any advancement plans such as attending higher learning institutions or technical programs. They strongly argued that:
 “ …. Are we the ones to study or our children, the salary is so small, no company loans and no free time since we are always tied up by domestic responsibilities and farm work…..”


The above statement shows a negative approach towards training. Kibo Poultry needs to invest more on in-house training and also engage external training experts so that such employees with tight schedules can benefit from the current updated working skills. Results are given in Table 4.5.






4	          	Widower		2	2
		  Total		84	100
Source:  Field Data (2016)

4.2 Assessment of the Awareness of Training and Development Policy among Staff within Private Companies in Tanzania
The question framed to employees, was whether they were aware of the existence of training and development policy and if they did, did they understand it?  The results indicated that 16(19 percent) of the respondents were aware about the existence of the training policy while 68(81 percent) of the respondents did not know of any training policy. Amongst the 16 respondents, 8(10 percent) understood the policy’s contents clearly while a similar number did not understand the policy at all since they had never seen it or read its contents. The researcher identified from the findings that, the 16 respondents who knew about the existence of the policy were administrative staff, head of departments and supervisors. All the same, no copy of the training policy was presented for review. Results are depicted in Table 4.6.

Table 4.6: Awareness of the Existing Training and Development Policy within Private Companies in Tanzania
S/No		Policy awareness		Answer	Frequency	Valid Percent
1		Aware of the policy existence & its content		Yes	8	9
2		Aware of the policy existence		Yes	8	9
3		Not aware of the     policy		No	68	          81
		  Total			           84	          100
Source:  Field data (2016)

The results suggest that although Kibo Poultry, a case sample organization, may have had a training policy in the past it was not being implemented and that gives the reason why only management staffs were aware of its existence. According to Gupta (2009), a training policy represents the commitment of top management to employee training and the company’s intention to develop employees.  
In this case, many employees were not aware of their training rights hence opportunities for advancement were drained off. Top management failed in implementing the policy thus denying policy transparency to employees. These two major factors contributed to training and development ineffectiveness at Kibo Poultry, a case sample organization. Kouhy et al. (2009) argues that training is one of the main HR policies all companies should posses in order to maximize the benefits reaped from training. How then, can a company make decisions on HR training and development programs if the training policy is not functional? The study by Kihongo (2011) on factors inhibiting effective staff training in Temeke and Kisarawe districts revealed that, majority of the respondents declared  not having training policies in their respective organizations. Lenana (2009), in his study on factors affecting Human Resource development in post privatized enterprises in mineral sector; stated that little efforts were made on training policy awareness.  Similar findings were cited from Ngirwa (2006) who established that most African work organizations do not have staff training policies at their disposal. 

The second question in this section intended to find out if there was a particular unit or team that dealt with HR activities. The findings indicated that 14 (17 percent) of the respondents replied yes, there was a particular unit, and that was the administration department while 70(83 percent) replied no, there was no particular unit or team.  The findings revealed that, although the administration department handled Human Resource activities, majority of the employees were not happy with the way things were done in that unit so they opted not to recognize it therefore giving a “no” reply to this question. The question on the number of training programs each respondent had attended this year, 7(8 percent) of the respondents had attended 1 – 3 programs, 1(1 percent) had attended 4-6 programs, 76 (91 percent) had not attended any program and none had attended more than 6 programs. 

The findings showed that, majority of the respondents had not attended any training program.  These astonishing results made the researcher do a further investigation and discovered that a lot of in-house training was carried out in the various departments by heads of department but according to the respondents, that was just normal routine procedure not training.  They said real training involved external experts offering fresh and upgraded skills. A study by     Nkini (2008) on assessment of training and development in Evangelical Lutheran Church in Tanzania, Northern Diocese indicated that the diocese lacked Human Resource department and the top management participation in HR activities was poor.  

The forth question in this section was about the company’s position in allocation of training funds to support training programs.  Majority of the respondents 54(64 percent) said the company did not allocate enough funds for training while 29(35 percent) did not know whether the company allocated enough training funds or not. Only 1(1 percent) respondent agreed that the company had enough training funds to support training programs. An interview with one of the management staff reviewed that in the past, although training funds was provided, it was utilized in other important company activities. Actually, at the time of the research, training and development funds allocation was omitted in the current financial year’s company budget.  Sarin, (2009) argued that organizations spend minuscule proportions of their revenues on training. Worse still, budget allocation is the first item to be slashed out when a company faced financial crisis. Inadequate funds are one of crucial element contributing to ineffective training and development programs because almost every step in the training process depends on funds. Langaeli (2007) when studying the factors inhibiting  training and development on non-academic staff of the University of  Dar es salaam found that inadequate training funds was one of the factors hindering staff training. Similarly, Seleman (2009) in his study at the Mzumbe University disclosed that shortage of funds was one of the major factors that inhibited the effectiveness of training programs.

Finally, the researcher wanted to find out who was responsible for monitoring, reviewing and implementing the training policy. The results showed that 11(13 percent) of the respondents identified supervisors as the people behind the process, while 16(19 percent) identified Heads of department. 10(12 percent) of the respondents said it was the manager and 47(56 percent) respondents said they did not know. According to the results, the employees at Kibo Poultry, a case sample organization in Moshi, seemed not to be sure of whom actually was responsible for the implementation of the training policy simply because they did not have even the slightest clue of how it looked like or even its contents. Table 4.7 depicts.








Source:  Field Data (2016) 
4.3 Examination of How Staff Training and Development is being Implemented Within Private Companies in Tanzania 
The findings indicated that implementation of staff training and development at              Kibo Poultry, a case sample organization in Moshi, was carried out by Heads of departments and the Administration office.  The methods used to facilitate training was on-the-job training and off-the-job training. The results from the research questions indicated that 10(12 percent) of the respondents agreed that there were offices/authorities that dealt with employees training and development while 39(46 percent) of the respondents said there was no office or authority dealing with employee training. The rest of the respondents 35(42 percent) did not know. Those who answered yes to this question further clarified that, each Head of Department was responsible for training employees assigned to him/her on various fresh skills while off-the-job training and development issues were handled by the Head of the Administration department and the Director. 

The findings indicated that a lot of in-house training was carried by internal trainers thus employees lacked out-door training experience due to financial challenges at the company. According to one of the officials, many private companies failed to afford sending more than one employee for training due to the high costs charged by external facilitators. Findings from the documentary review reveals that, in Tanzania private training rates ranges from Tshs.450,000 to as high as 1,000,000 depending on the training program exclusive of accommodation, transport, meals and allowances. These challenges are being reflected in private companies where for example, lack of affordable trainers and off-the-job training is seen. 
The second question in this section was about the number of training programs each respondent had attended under the company’s training program. Those who attended training were 21 (25 percent) while 63 (75percent) had not attended any training. The question required the respondent to clarify which among the training programs they had attended. The findings indicated that on-the-job training was the most common way of facilitating training to employees. At the time of the study, only two administrative staff had attended an out-door training in Arusha and from the past training records when the company had hired a Personnel Manager; three administrative staff attended a training seminar with the Confederation of Tanzania Industries in Dar es Salaam. This was a good move. Human Resource Managers are a big contribution to employee’s training programs since they ignite the training and development procedures. 

In the third question, the researcher wanted to find out whether employees were allowed to participate in selection of training methods or even give their opinion. Out of the 84 respondents, 27(32 percent) of the respondents agreed that employees were allowed to participate and give ideas. Involvement in decision making on training methods guarantees trainees readiness so they are not nervous or unease about the training. On the other hand, 41(49 percent) of the respondents replied no while the remaining 16(19 percent) of the respondents said did not know whether employees were allowed to participate in selection of training methods or not.   Table 4.8 demonstrates the findings





		  Total	                84	               100
Source: Field Data (2016)

The forth question in this section inquired if there were any periodic tests conducted to ensure employees selected for training actively took part in the training. Periodic test helps the employer to know whether all the trainees sent for training actually attended the programs or evaded. The assessment could be through job performance after training under supervision. From the findings, 9(11 percent) of the respondents replied yes, 47(percent) replied no while 28(33 percent) of the respondents said they did not know. 

The researcher was also curious about employee’s opinion on whether Supervisors and HR department were highly involved in implementation of training and development programs. From our literature, HRD is a division of Human Resource management that specifically deals with training and development of employees with the aim of improving the skills, attitude and behavior of employees. In this study, 10(12 percent) of the respondents strongly agreed that supervisors and HRD were highly involved in the execution of training and development programs while 24(29percent) only agreed. Those who disagreed were 33(39 percent) and 17(20 percent) of the respondents strongly disagreed.  
The last question in this section was on how training was conducted in the various departments. Out of the 84 respondents, 63(75 percent) attended in-house-seminars and group discussions on various company rules and procedures. About 21 respondents representing 25 percent said there was no training in their departments. From the findings, off-the-job training was not fully supported by the top management both financially and materially.  Most employs who attended off-the-job training used their own efforts without the support of the company.  Hamilton (1990); Harris et al (1998) indicated that, off-the job training generally added extra dimension to the training undertaken by the young people. 

4.4 Assessment of the Criteria Being Used to Select Employees for Training within Private Companies in Tanzania
Training is one of the most expensive undertakings in an organization simply because it is a continuous process, especially with the current technological, social and economical changes. Employers should therefore take extra care while selecting trainees to avoid wasting company resources training employees without the right credentials or those without the right qualities. For this reason, the researcher wanted to know the criteria being used to select trainees at Kibo Poultry, a case sample organization Moshi. 

Results indicated that 12(14 percent) of the respondents said trainees selection criteria was based on educational level while 59(70 percent) said selection was based on experience. About 3(4percent) of the respondents said selection was based on years of service and the remaining 10(12 percent) said selection was based on other criteria. The question required the respondents to clarify the other criteria used. From the findings, the respondents specified good performers and those employees who were well-known in the management.  





3		Years of service	3	                  4
4		Other	10	                  12
		Total	                 84	                    100
Source: Field Data (2016)

These findings reveal that well educated and experienced employees are the ones who stand a chance of being selected for training programs.  Inclusive is also a bit of malpractice, since there was no clear method applicable in trainee’s selection and also those recognized by top managers were selected. Kibibi (2011) in her study on the impact of training and development at the 2nd Vice president’s office indicated that there was no guideline for trainee’s selection. Similarly, Habi (2013) in a study of the effectiveness of training program at Morogoro Municipal Council revealed that due to lack clear training objectives, the council did not have any formal criteria applicable in employee’s selection for training.

The researcher also sought to find out if the employees were in any way involved in the trainee’s selection process, 85 percent of the respondents said they were not involved, while 11 percent of the respondents said they were partially involved. The remaining 5 percent of the respondents were highly involved, and from the findings these were the Heads of department.  The findings indicate that Heads of department make decisions on employees who should attend training. Kibibi (2011) revealed that Head of administration and Human Resource department selected employees based on funds available and applications presented to the 2nd Vice Presidents office in Zanzibar.

The third question in this section was in relation to the criteria used in determining the choice of training methods. The research data indicated that 25 percent of the respondents said training methods were determined by the qualifications of the trainees, while 65 percent picked on company needs. About 4 percent of the respondents thought training period determined the choice of training method while the remaining 6 percent said training budgets determined the choice of training methods. The reason why company needs was selected by the majority of the respondents, was due the numerous adjustments in the company structure during the past two years and the introduction of new company equipment and procedures therefore internal training was quite regular.

The researcher also wanted to find out whether there was any pro-forma application form prepared specifically for trainees’ selection. Majority of the respondents 55(65 percent) said there was no trainees’ selection form while the remaining 29(35 percent) said they did not know.  This implies that, Kibo Poultry, a case sample organization in Moshi, did not have any specific training request form and therefore trainees were randomly selected for any arising training session. Training requests forms are essential since employees can easily apply for training through their heads of department.  Mndeme (2011) in his study at Tanesco Dar es salaam and the coastal region revealed that training application forms were offered to employees who wished to attend training. 

The last question in this section, intended to find out whether employees selected for training required any references/recommendations from their supervisors or Heads of department.  The findings showed that 30 percent of the respondents said trainees required recommendations from their Heads of department or supervisors while 21 percent of the respondents said no references or recommendations were required. The rest of the respondents 49 percent did not know. Those who said yes were required to justify their answer and majority commented that recommendation from supervisors and Heads of department was essential since they had broad history of their staff, especially on job performance and educational level. The responsibility for training has to be shared among line supervisor, HRD, top management and employees themselves (Gupta, 2009). 

4.5 Assessment on How Often Training Needs Are Assessed Within Private Companies in Tanzania
In the process of identifying the factors limiting the effectiveness of staff training and development, the forth objective in this study required the respondents to give their opinions on how often training needs assessment process took place at Kibo Poultry, a case sample organization in Moshi. Majority of the respondents 60(71 percent) said training needs assessment was carried out on annual basis, 14(17 percent) of the respondents said the process took place after every six months (quarterly) and the remaining 10 respondents equivalent to (12percent) responded that the procedure took place on monthly basis. 

The literature tells us that, training needs assessment process serves as a diagnostic tool for determining what kind of training needs to take place, since it assesses the company’s human capital and identifies gaps or areas of need. According to Kapinga (2008), the organization should begin by assessing the current status of the organization, how it does, what it does best and how capable the employees are in doing those tasks. Figure 4.9 below shows that training needs assessment at Kibo Poultry normally took place only at the close of every company’s financial year (annually) as per the response of majority of the respondents. Table 5.0 depicts. 





3		Monthly 	10	                   12
		Total	                 84	                    100
Source: Field Data (2016)

Training needs assessment can only be identified by specifying the gap between the existing and the required levels of knowledge and skills, early in advance in order to come up with effective training programmes. The findings show that the top management did not carry out continuous review of the specific training needs of the organization and individual employee.   Nkini (2008) on assessment of training and development in Lutheran Church revealed that poor participation of the top management resulted to poor training needs assessment. Similarly, lack of proper Training Need Assessment and shaky management contributed to ineffectiveness of training programmes (Kihongo, 2011).

In the second section, the researcher sought to examine the various training needs assessment methods used to assess employees at Kibo Poultry, a case sample organization. Results show that 80 percent of the respondents used performance appraisal forms, while 20 percent said training needs were assessed during orientation and exit interviews. For justification, the above information was confirmed during an interview with one of the officials who commented that, at the end of every financial year, performance appraisal forms are distributed to all employees and after completion they are scrutinized by the General Manager and Heads of the respective departments in the presence of each individual employee. This process according to the official helps them understand the strength and weaknesses of employees and also training required by each employee for future growth and career development. Exit interviews on the other hand, reveal the various challenges that employees face in the course of their employment and the areas of improvement.

Question three in this section required respondents at Kibo Poultry, to give their opinion on whether training needs assessment should be conducted before any training and development program. The findings indicated that majority of the respondents agreed with the statement. Training needs assessment done before training programs helps identify problems in the organization requiring highest training priority (Brown, 2002). According to Gupta (2009) the effectiveness of a training programme is only judged with the help of training needs identified in advance.

The question on whether training needs assessment was recognized as the most important step in any training process, 81 percent of the respondents said yes, while 7 percent of the respondents said no. The remaining 12 percent of the respondents said they did not know.  Literature tells us that training needs assessment has been referred to as a diagnostic tool since it identifies training gaps and determines the training methods. 

The researcher was also curious in finding out if employees at Kibo Poultry were provided with Job Descriptions (JDs). A Job Description fairly reflects the real job; its location, responsibilities, hazards, what is to be done, how and why.  In relation to this question, 67(80percent) of the respondent agreed that the company provides job descriptions to its employees while 12(14percent) of the respondents opposed. The remaining 5 respondents representing 6 percent did not know whether the company provided job descriptions or not. For any training to be successful employees must be provided with well-crafted job descriptions which are the foundation upon which training and development activities are built upon. The findings were confirmed during an interview with one of the administrative official, who admitted that Job descriptions are provided to employees as soon as they are recruited. They include all the appropriate and authorized contents of a job. 
The last element in this section was a statement that stated “Training is a solution to all organizations’ and employees’ performance problems” The findings on Table 5.1 shows that 47(57percent) of the respondents, strongly agreed with the statement that training was a solution to all organizations’ and employees’ performance problems and the remaining 37(43percent) respondents’ agreed with the statement. Therefore, as per the response rate, the statement proved to be ’True’ because none of the respondents disagreed.  According to Khan et al., (2011), training remains to be one of the most important factors in the current business world since it increases efficiency and effectiveness of both employees’ and organizations’ performance. Table 5.1 illustrates.





		Total	                 84	                    100
Source: Field Data (2016)

4.6 Examination of How Training and Development Effectiveness Is Evaluated Within Private Companies in Tanzania
Kibo Poultry was chosen as a case to address the above mentioned objective.  In essence, evaluations compare the objectives of training with the outcome of the training. Thus answering the question of how far the event achieved the purpose (Gupta, 2009). In this study, evaluation of training effectiveness was guided by The Kirkpatrick training evaluation model that usually measures the effectiveness of training objectives. The respondents were asked to comment on the training they had received, if any. Majority of the respondents 66(79percent) believed they needed more training while 9(11percent) of the respondents thought they had enough training. The findings also showed that 6 respondents equivalent to 7 percent did not need any training and the remaining 3 respondents’ equivalent to 4 percent thought training was difficult. For clarification why majority of the respondents needed more training, the researcher through interviews with a few of the respondents discovered that, there were no specific regular off-the-job training programs.  Table 5.2 summarizes.





3		No need for training	6	                   7
4		Training is difficult	3	                   4
		Total	                 84	                    100
Source: Field Data (2016)

Findings from the interviews with the officials and a few respondents indicated that training and development effectiveness was evaluated by comparing trainee’s job performance before and after the training. Oral interviews and written tests to trainees also ascertained how far they had learnt. Levels of productivity were also measured. It is evident that, effective employees’ training and development reflects in their good performance. 
In assessing the rating of employees performance after training, question two in this section required the respondents to rate their performance after training, majority rating 37(44percent) of the respondents felt training resulted to good performance while 24(29percent) of the respondents had excellent performance. About 19 respondents’ equivalent to 23percent performed fairly while the remaining 4 respondents’ equivalent to   5 percent performed poorly after training.  This implies that effective training increases efficiency and effectiveness of both employees’ and organizations’ performance and also poor training could lead to poor performance. Table 5.3 demonstrates.





3		Fair	19	                   23
4		Poor	4	                   5
		Total	                 84	                    100
Source: Field Data (2016)

The researcher also wanted to investigate if there was an effective mechanism employed by Kibo Poultry, a case sample organization, to collect data on the outcomes of the training. The results showed that 75(89percent) of the respondents agreed that there were mechanisms that evaluated training effectiveness while 7(8percent) of respondents said there was no method applied to evaluate training effectiveness. The remaining 2(2percent) had no idea regarding training evaluation methods. The questions required the respondents to explain the several methods employed to evaluate training. These included; oral interviews, written tests to trainees and comparing trainees’ performance before and after the training.





3		Do not Know	2	                   2
		Total	                 84	                    100
Source: Field Data (2016)

“Employees are very successful after completing the training program”. 

The researcher was interested to know the different views from the respondents regarding the above statement. The study findings revealed that 46 percent of the respondents strongly agreed with the statement while 34 respondents equivalent to 40 percent agreed. The remaining 8 and 5 percent of the respondents disagreed and strongly agreed respectively. The statement confirmed to be true since the majority of the respondents supported it. Nevertheless, clear objectives, good trainees’ selection and appropriate training techniques and programs are a few of the tools that guarantee employees success after completing training programs. Table 5.5 illustrates.




3		Disagree	7	                   8
4		Strongly agree	4	                   5
		Total	                 84	                    100












 5.0 CONCLUSIONS AND RECOMMENDATIONS
5.1	Introduction
This chapter presents the conclusion and recommendations on how to improve the effectiveness of staff training and development and finally the suggested areas for further studies.

5.2 Conclusions
The study aimed at examining the factors limiting the effectiveness of staff training and development within private companies in Tanzania.

5.2.1 Assessment of the Awareness of the Existing Training and Development Policy within Private Companies In Tanzania
The study findings show that although Kibo Poultry, a case sample organization, may have had a training policy in the past, various factors hindered the awareness of the training policy. First, the top management did not support training and development in reviving and effectively implementing the training policy. The implementation of the policy failed due to the allocation of insufficient training funds. How then could staff be aware of the training policy if it was not even operational?  

Second, Kibo Poultry had no learning culture which promotes essential training and development process and what it entails. For example, easy accessibility of a training policy that is clear to all employees. This concludes employees were denied career advancement rights because they were not aware of the contents in the company’s training policy.  Lack of strong learning culture in any organization can have a powerful impact on employees and training.
 
5.2.2 Examination of How Staff Training and Development is Implemented Within Private Companies in Tanzania 
In relation to implementation of staff training and development at Kibo Poultry, a case sample organization in Moshi, the study concludes that training was conducted mainly through on-the-job training programmes. Orientation, exit interviews and departmental programmes were among the on-the-job training that was offered. Although off-the-job training was also conducted, it was irregular since the top management did not fully support it due to the exorbitant costs involved. 

In addition, there was no Human Resource Department to provide expert advice especially on the benefits of external training. Off-the-job training was only supported in the past when the company engaged a Human Resource manager. Due to this facts, Heads of department indicated dissatisfaction with the situation since none of them had attended any development programme on managerial skills. Such training programmes could only be ignited by employees who are ambitious to develop their knowledge and skills with the assistance of Human Resource professionals. Most of the employees at Kibo Poultry, a case sample organization in Moshi, lacked vision and passion for advancement.

5.2.3	Assessing the Criteria Being Used to Select Employees for Training Within Private Companies in Tanzania
Selection criteria at Kibo Poultry, a case sample organization, were mainly based on experience, education level and company needs. All the same, favoritism was reported in selecting employees that were well-known to the management.  Malpractice is one of the major factors contributing to ineffective staff training and development. Decision making in the trainee’s selection criteria only involved the General Manager and departmental heads excluding the employees. The study therefore concludes that employees had no rights in the decision making concerning trainees’ selection.

5.2.4 Assessing How Often Training Needs Are Assessed Within Private Companies in Tanzania
The study concluded that training needs assessment at Kibo Poultry, a case sample organization, was carried out on annual basis using performance appraisal forms. Irregular individual and organization’s needs assessment reflected poor top management participation in the process and resulted to employees randomly attending training that was not much required and by the wrong trainees.   Training gaps were not also clearly revealed on time. Lack of regular and appropriate training needs assessment hampered effective staff training and development especially in areas requiring highest training priority within the course of the year and also in determining the type of training each employee needed.

5.2.5 Examining how Training and Development Effectiveness Is Evaluated Within Private Companies in Tanzania
The study at Kibo Poultry, a case sample organization, concluded that training and development evaluation based on the on-the-job training was well catered for by the Heads of department through oral interviews and written tests to trainees as well as comparison between before and after training job performance so as to know how far the training achieved its purpose. Little attention was given to the few who attended off-the-job training due to time factor. All the same, majority of the respondents needed more off-job-training where they could attain fresh upgraded skills and also socialize with other trainees to earn themselves more expertise. 

5.3	Recommendations
Staff training and development is one of the powerful agents that strengthen employees’ knowledge and skills to perform their job efficiently.  Therefore, in order to meet the requirements, Kibo Poultry, a case sample organization, must observe the following:

5.3.1 Assessment of the awareness of the existing training and development within private companies in Tanzania
The top management should provide sufficient funds which will support availability of well designed and implemented training and development policies. Employees should also be clearly briefed about the contents of training policy, especially during orientation. Hard and soft copies of the training and development policies should be made available to the employees to create awareness. A constant learning culture will also promote essential training and development procedures thus creating transparency of the training policy and other career advancement rights. The government should also intervene by formulating clear training and development policies that are compulsory in-order to enhance staff awareness.
5.3.2 Examination of How Staff Training and Development is Implemented Within Private Companies in Tanzania
Kibo Poultry, a case sample organization, should initiate programs whereby external experts will offer on-the-job training instead of engaging Head of department only. External experts bring fresh and modern skills at negotiable rates.  The top management should also invest in employees with potential by offering regular off-the-job training program when they arise or even offer soft loans for self-sponsorship.  This will motivate employees in initiating individual development plans as well as looking for learning opportunities in their everyday activities.

A Human Resource unit should be established to provide expert advice especially on the benefits of the off-the-job- training and formulating of various training programmes. The unit will also inspire the line managers and employees to have consistent desire to learn and develop. The most important part about this division is that it will develop a Human Resource philosophy for the whole organization and get the top management committed to it. 

5.3.3 Assessing the Criteria Being Used To Select Employees for Training within Private Companies in Tanzania
Kibo Poultry, a case sample organization, should create a desire for learning so that employees will have interest in training.  Appropriate trainee selection process ensures equal training opportunities for all staff depending on the availability of funds without favouritism. The top management should also adopt employee’s participation approach in decision making process to promote transparency and guarantee trainee’s readiness.
5.3.4 Assessing how Often Training Needs are Assessed Within Private Companies in Tanzania
Kibo Poultry, a case sample organization, should not send employees for training as a formality instead, they should regularly assess the individuals and organization needs early in advance in order to identify training and development gaps. The top management should also support the process by making certain that the training contributes to organization objectives and not a waste of company funds. 

5.3.5 Examining How Training and Development Effectiveness is Evaluated Within Private Companies in Tanzania
For any training programme to be effective, it must achieve its purpose. Kibo Poultry, a case sample organization in Moshi, must ensure that all trainees provide feedback of what they attained. Trainees’ opinion will help the management to prove if training achieved its purpose. A bigger number of employees should have the opportunity to attend off-the-training in future.

5.4 Areas for Further Studies
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Appendix 3: Questionnaire on factors limiting the effectiveness of staff training and development within private organizations
(A Case Study of Kibo Poultry, Moshi)
This questionnaire is designed to assess the factors limiting the effectiveness of staff training and development as an academic exercise.
Please note that any information provided will be considered strictly confidential. Do not write your name please.

INSTRUCTIONS
Please tick (√ ) in the appropriate box or write in the space provided.

SECTION A:  Personal Particulars
1.  Department:  (e.g. Accounts, Administration, Marketing etc) .…………………
2.  Years of Service
(a)  Below 2 years	(     )		(c) 6 – 8 years		(     )
(b)  3 – 5 year		(     )		(d) 9 and above	(     )	
3.  Gender of the Respondent
(a)  Male     	(     )
(b)  Female	(     )
4.   Respondents’ Age
(a)  20 – 30 years	(     )		(c)	41 and above	(     )
(b)  31 – 40 years	(     )
5.   Marital Status
 (a)  Single				(c)	Divorced	(     )
 (b)  Married				(d)	Widow/er	(      ) 
6.  Educational Level
(a)  Class 7	(     )			(d)	Diploma	(     )
(b)  Form IV	(     )			(e)	Bachelor	(     )
(c)  Certificate	(     )


SECTION B:  Awareness of the existing training and development policy at Kibo 			 Poultry 	
1.  Are you aware of the existing Human Resource training and development policy
     at Kibo Poultry?
 (a)   Yes	(     )					(b) No		(     )
 If YES, answer the following 
(a)  I know the policy but I don’t know its’ contents.			(    )    
(b)  I know the policy and understand its’ contents/key issues	(     )
2.  Does Kibo Poultry have a particular unit or team that deals with all Human
     Resource activities?
(a)  Yes	(     )				(b) No		(    )
 If YES, please specify: ……………………………………………………………..
…………………………………………………………………………………………
3. How many training programs have you attended this year?
(a)  1 – 3 	(     )			(c) above 6		(     )
(b)  4 – 6 	(     )			(d) None		(     )
4.  Do you think Kibo Poultry allocates enough training funds to support training 
     Programs?
(a)  Yes	(     )		(b) No	(    )		(c) Do not know	(      )
5.  Who is responsible for monitoring, reviewing and implementing the training and
     development policy?
(a)  Supervisors		(     )		(c) Manager		(     )
(b)  Head of Departments	(     )		(d) Do not know  	(     )

SECTION C: Examination of how staff training and development is being 			            implemented 
1.  Is there any authorities/office that deals with employee training and development at Kibo Poultry? 
(a)  Yes	(     )				(b) No		(    )
 If YES, please specify: ……………………………………………………………..

2.   Have you ever attended any training under the company’s training programs?
(a)  Yes	(     )				(b) No		(     ) 
If YES, which among the following training and development programs have you
attended?
(a)  On the Job training	(     )		(c) Others	(     )
(b)  Off the Job training	(     ) 		
If others please specify:……………………………………………………………...
……………………………………………………………………………..…………..

3.  Are employees allowed to participate in the selection of training methods or give their  impressions? 
(a)  Yes	(     )				(b) No		(     ) 
4.  Are there any periodic tests conducted to ensure that employees selected for training  enthusiastically take part in the training?
(a)  Yes	(     )		(b) No		(    )	(c) Do not know	(      )
 If YES, please specify: ……………………………………………………………...
……………………………………………………………………………..…………..

5.  Do you think supervisors and the Human Resource Department are highly involved in the  implementation of training and development programs?
(a)  Strongly Agree	(     )			(c) Disagree			(     )
(b)  Agree		(     )			(d) Strongly disagree		(     )

6.  How is training conducted in your department?  
…………………………………………………………………………………………
…………………………………………………………………………………………
SECTION D: The criteria being used to select employees for training.
1. What criteria are being used in selecting employees to participate in training and 
    development programs? 
 (a)  Education level		(    )		(d) Good performance		(     )	
(b)  Experience		(     )		(e) Others			(     )
(c)  Years of service		(     )
If Others, please specify: ……………………………………………………………...

2.  Are you in any way involved in trainees’ selection process for the training and  
     development programs in your company?   
    (a)  No			(     )			(c) Highly involved	(     )
    (b)  Partially involved	(     )
3.  What criteria does Kibo Poultry use in determining the choice of training method?
(a)  Qualifications		(    )		(d) Training budget	(     )		
(b)  Company needs		(     )		(e) Others		(     )
(c)  Training period		(      )
If others, please specify:……………………………………………………………….
4.  Are there any pro-forma application forms prepared specifically for trainee selection?
 (a)  Yes	(     )		(b) No		(     ) 		(c) Do not know
If Yes, please specify:………………………………………………………………….
…………………………………………………………………………………………
5.  Are employees selected for training required to have references or recommendations 
     from their supervisors or Head of departments?
(a)  Yes	(     )		(b) No		(     ) 		(c) Do not know
If Yes, please specify:………………………………………………………………….

SECTION E: Training Need Assessment
1.  How often does training need assessment process take place in Kibo Poultry?
(a)  Annually	(     )		(b) Quarterly	(     )	(c) Monthly		(     )
2. What training need assessment methods does Kibo Poultry use to evaluate its employee’s training needs?        
 (a)  Performance appraisals		(     )		(d) Others	(     )                           
(b)  Orientation/Exit interviews	(     )
(c)  Need Assessment Questionnaires (     )
If Others, please specify: …………………………………………………………….. 
…………………………………………………………………………………………
3. Training Needs Assessment should be conducted before conducting any training and    development programs.
(a)  Strongly Agree	(     )			(c) Disagree			(     )
(b)  Agree		(     )			(d) Strongly disagree		(     )

4.  Do you think training needs assessment is the most important step in any training
     and development process?
(a)  Yes	(     )		(b) No		(     ) 		(c) Do not know
5.  Are employees at Kibo Poultry provided with job descriptions?
(a)  Yes	(     )		(b) No		(     ) 		(c) Do not know
6.  Do you agree with the statement that “Training is the solution to all organizations’ and    employees’ performance problems”?
(a)  Strongly Agree	(     )			(c) Disagree			(     )
(b)  Agree		(     )			(d) Strongly disagree		(     )

SECTION F: Evaluating Training and Development effectiveness
1.  What would you comment on the training you have received at Kibo Poultry, if any?     
     (a)  Enough			(     )		(c) No need for training	(     )
     (b)  Need more training	(     )		(d) Training is difficult	(     )								
2.  How would you rate your performance after training?
    (a)   Excellent		(     )		(c) Fair				(     )
    (b)   Good			(     )		(d) Poor 			(     )  
3. Are there effective mechanisms in place for obtaining feedback from the trainees after  training?
    (a)   Yes	(     )		(b) No		(     )		(c) Do not know
      If yes, please specify……………………………………………………………....
    …………………………………………………………………………………….

4.  Does Kibo Poultry have a specific method for evaluating training effectiveness?
    (a)   Yes			(     )			(b) No			(     )
    If yes, please specify…………………………………………………………….......
........................................................................................................................................
5.  Employees are very successful after completing the training programs.

     (a)  Strongly Agree		(     )			(c) Disagree		(     )
     (b)  Agree			(     )			(d) Strongly disagree	(     )


Thank you for your Support


Appendix 4: Dodoso La Utafiti Kwa Wahudumu Wa Kawaida Kuhusu Sababu Zinazokwamisha Mafanikio Ya Mafunzo Kwa Wafanyakazi Wa Mashirika Ya Sekta Binafsi
(Utafiti katika shirika la ufugaji kuku Kibo, Moshi)
Dodoso hili limeandaliwa ili kuchunguza sababu zinazokwamisha mafanikio ya mafunzo na maendeleo ya wafanyakazi.
Tafadhari kumbuka kuwa taarifa zote ulizotoa zitakuwa ni siri. Tadhali usiadike jina lako.

MAELEKEZO
Tafadhari weka alama ya vema(√ ) katika kisanduku au andika katika nafasi iliyoachwa wazi.
SEHEMU A: Taarifa binafsi.
1.  IdaraYako:  (e.g. Biashara, Uongozi, Masoko nk)
      ……………………………………….. .………………………………………….
2.  Miaka Uliyo Hudumia Kampuni Yako
(a)  Chini ya miaka 2	(     )		(c) miaka 6 – 8 	(     )
(b)  miaka 3 – 5 	(     )		(d) Zaidi ya miaka 9 	(     )
3.  Jinsia yako
(a)  Mme		(     )		(b) Mke		(     )

4.  Umri Wako (miaka)
(a)  20 – 30 	(     )			(c) 41 na zaidi		(     )
(b)  31 – 40 	(     )
5.    Hali ya ndoa
(a)  Kapera		(     )     		(c)	Wametengana		(     )
(b)  Ameoa/olewa	(     )			(d)	Mjane			(     )

6. Kiwango Cha Elimu
(a) Darasa la saba	(     )			(d)	Stashahada	(     )
(b) Kidato cha nne	(     )			(e)	Shahada	(     )
(c) Cheti		(     )

SEHEMU B:  Ufuatiliaji wa sera ya maendeleo ya mafunzo katika mradi wa
                         Kibo Poultry
1. Je una taarifa ya kuwepo kwa maendeleo ya mafunzo ya raslimali watu katika mradi wa 
    Kibo?
 (a) Ndiyo 	(     )		(b)  Hapana	  (     )
Kama NDIYO, jibu maswali yafuatayo
(a)  najua sera lakini sijui kilichoandikwa	   (    )    
(b)  najua sera na naelewa kilichoandikwa. 	   (     )
2.  Je, mradi wa Kibo poultry una sehemu maalum inayohusika na kazi za raslimali watu?
a)  Ndio	(     )				(b) Hapana		(    )
Kama Ndio, fafanua: ………………………………………………………………..
3.  Je, umehudhuria mafunzo mara gapi mwaka huu?
(a)  1 – 3 	(     )			(c) Zaidi ya 6		(     )
(b)  4 – 6 	(     )			(d) Hakuna		(     )
4.  Je, unafikiri Kibo Poultry wanawekeza fedha za kutosha ili kusaidia mafunzo?
(a)  Ndiyo	(     )		(b) Hapana	(    )		(c) Sijui	(     )
5.  Nani anahusika kuongoza, kupitia na kuwezesha sera ya maendeleo na mafunzo?
(a)  Wasimamizi		(     )		(c) Meneja		(     )
(b)  Wakuu wa Idara		(     )		(d) Sijui	  	(     )

SEHEMU C: Mbinu jinsi maendeleo ya mafunzo ya wafanyakazi huwekezwa
1.  Je, kuna mamlaka au ofisi yoyote inayohusika na maendeleo ya mafuzo ya wafanyakazi katika mradi wa Kibo Poultry?       
       (a) Ndio	(     )		(b)  Hapana	(    )		(c) Sijui 	(     )
Kama NDIYO, fafanua: 
……………………………………………………………………………………........
2.  Je umewahi kuhudhuria mafunzo yoyote yaliyodhaminiwa na kampuni?
 (a) Ndio	(     )				(b)  Hapana	(     ) 
Kama NDIYO, yapi kati ya mafunzo yafuatayo na mipango ya maendeleo uliyowahi     kuhudhuria?
(a)  mafunzo kazini 		(     )		(c)  Mengineyo 	(     )
(b)  Mafunzo nje ya kazi  	(     )
 (d)  mengineyo (fafanua)
……………………………………………………………………………………........
3.  Je, wafanyakazi/watumishi wanaruhusiwa kujihusisha katika uteuzi wa mbinu za 
     mafunzo au kutoa maoni?
(a)  Ndiyo	(     )		(b) Hapana	(     ) 		(c) Sijui 	(     )
4.  Je, Kuna majaribio yoyote yanayofanyika ili kuwezesha wafanyakazi waliochakuliwa   kwa mafunzo wanahudhuria mafunzo? 
(a)  Ndiyo	(     )		(b) Hapana	(    )		(c) Sijui 	(     )
Kama Ndiyo, fafanua: ………………………………………………………………...
……………………………………………………………………………..………….5.  Je, unafikiri wasimamizi na kitengo cha raslimali watu wanahusika katika uwekezaji wa programu za maendeleo ya mafunzo?
(a)  Nakubali sana	(     )			(c) Sikubali			(     )
(b)  Nakubali		(     )			(d) Sikubali sana		(     )




SEHEMU D: Vigezo vinavyotumika kuchagua wafanyakazi kuhudhuria mafunzo.
1. Vigezo gani hutumika kuchagua wafanyakazi kuhudhuria mafunzo na miradi ya 
    maendeleo?
(a)  Kiwango cha elimu	(    )			(c) Miaka kazini 	(     )
(b)  Uzoefu kazini 		(     )			(d) Vinginevyo 	(     )
Kwa vigezo vinginevyo, fafanua:     
……………………………………………………………………………………........
2. Je, katika hali yoyote umewahi kuwepo katika uteuzi wa kuhudhuria mafunzo na mipango  ya maendeleo katika kampuni yako?
(a) Hata kidogo		(     )
(b) Kwa kiwango kidogo	(     )
(c) Kwa kiwango kikubwa	(     )

3.  Kiegezo kipi ambacho mradi wa ufugaji wa Kibo Poultry hutumia katika uchaguzi  wa mbinu za mafunzo?
(a)  Kiwango cha elimu		(    )		(d) Bajeti ya mafunzo	(     )
(b)  Uhitaji wa kampuni		(     )		(e) Vinginevyo	(     )
(c)  Kipindi cha mafunzo		(      )
Kama vinginevyo afanua:…………………………………………………………….
…………………………………………………………………………………………
4. Je, kuna fomu ya kuomba mafunzo iliyoandikwa kwa uchaguzi wa wanaomba mafunzo?
 (a)  Ndiyo	(     )		(b) Hapana	(     ) 		(c) Sijui 	(     )
5.  Je, wafanyakazi walioteuliwa kwa mafunzo wanahitaji wadhamini au kumbukumbu kwa   wakuu wao wa idara?




SEHEMU E: Ukaguzi wa mahitaji ya mafunzo
1.  Ni mara ngapi ukaguzi wa mahitaji ya mafunzo hufanyika katika mradi wa Kibo?
     (a)  Kwa mwaka				(     )
     (b)  Kila baada ya miezi sita		(     )
     (c)  Kila mwezi				(     )
2.  Ni mbinu gani hutumika katika ukaguzi wa mahitaji ya mafunzo ya wafanyakazi?
       (a)  Ufanisi katika kazi 					(     )
       (b)  Majohiano na wafanyakazi wanaoacha kazi		(     )
       (c)  Dodoso la kukagua mahitaji 				(     )
       (d)  mengineyo 						(     )
Kama engineyo, fafanua:………………………………………………………………
…………………………………………………………………………………………
3. Ufuatiliaji wa mahitaji ya mafunzo hutakiwa yafanyike kabla ya kufanyika kwa
    mafunzo?
(a)  Nakubali sana	(     )			(c) Sikubali			(     )
(b)  Nakubali		(     )			(d) Sikubali sana		(     )
4.  Je, unafikiri ufuatiliaji wa mahitaji ya mafunzo ni hatua muhimu katika maendeleo ya
     mafunzo?
(a)  Ndio	(     )		(b) Hapana	(     ) 		(c) Sijui  	(     )
5.  Je, wafanyakazi wa Kibo Poultry wanapewa miongozo ya kazi?
(a)  Ndio	(     )		(b) Hapana	(     ) 		(c) Sijui  	(     )
6.  Je, unakubaliana na usemi huu, “Mafunzo ni suruhisho la matatizo ya utendaji kazi wa  waajiriwa na kampuni”?
(a)  Nakubali sana	(     )			(c) Sikubali			(     )




SEHEMU F: Kuchunguza ubora wa kazi
1.  Je, unasemaje kuhusu mafunzo uliyoyapa katika mradi wa Kibo Poultry, kama umepata?
     (a)  Hayatoshi			(     )	(c) Haihitajiki mafunzo	(     )
     (b)  Inahitajika mafunzo zaidi	(     )	(d) Mafunzo ni magumu	(     )	
2.  Je, unawezaje chunguza ubora wa kazi baada ya kupata mafunzo?
    (a)   Vizuri sana		(     )		(c) Wastani			(     )
    (b)   Vizuri			(     )		(d) Dhaifu			(     )  
3. Je, kuna mbinu bora katika kupata mrejesho kutoka kwa waliojifunza baada ya mafunzo?





4.  Je, mradi wa Kibo Poultry una mbinu mahususi za kuchunguza ubora wa mafunzo?
    (a)   Ndiyo		(     )	(b) Hapana	(     )		(c) Sijui	(    )
Kama ndiyo,  fafanua…………………………………………………………….......
........................................................................................................................................
5.  Waajiriwa ni bora baada ya kumaliza mafunzo yao.
     (a)  Nakubali sana		(     )			(c) Sikubali		(     )
     (b)  Nakubali		(     )			(d) Sikubali sana	(     
ASANTE SANA KWA USHIRIKIANO
Appendix 5: Interview Guide Questions based on Factors limiting the effectiveness of Staff Training and Development
1.  Have you ever heard of the existence of Training and Development Policy at
     Kibo Poultry?
2.  Have you ever received any training after joining Kibo Poultry?
3.  What kind of training and development did you receive or attended?
4.  How have the training and development programs improved the employees and organization’s effectiveness?
5.  Does the frequency of employee training in your company have any impacts on     daily service delivery?
6.  Does Kibo Poultry offer any personal loans for training and development?
7. Are the training programs offered by the company relate to your job requirements?
8.  What do you think are the factors limiting the effectiveness of staff training and     development at Kibo Poultry?
9.  Do you have any possible solutions to these problems?
10.  In your own assessment, do you think the training and development programs       offered to employees, if any, are enough?
 11.  Could you make a general comment on staff training and development in Tanzania?


Appendix 6: Maswali Ya Usahili Yanayohusu Sababu Zinazoasili Ubora Wa Mafunzo Na Maendeleo Ya Wafanyakazi
1.  Je umewahi kusikia kuwepo kwa sera ya maendeleo na mafunzo katika mradi wa  ufugaji   wa kuku wa Kibo Poultry?              
2.  Je umewahi kupata mafunzo tangu ujiunge na mradi wa ufugaji wa kuku wa Kibo?
3.  Ni aina gani ya mafunzo na maendeleo uliyoyapata au uliyohudhuria?
4.  Je mafunzo na mpango wa maendeleo umesaidiaje ubora wa utendaji kazi wa wafanyakazi na mradi?
5.  Je utoaji wa mafunzo ya mara kwa mara kwa wafanyakazi yameleta matokeo chanya  katika utoaji wa huduma?
6.  Je mradi hutoa mikopo kwa maendeleo na mafunzo ya wafanyakazi?
7.  Je mafunzo yanayotolewa na kampuni yanauhusiano na kazi?
8.  Je unafikiri nini sababu zinazoasiri ubora wa maendeleo na mafunzo ya wafanyakazi  katika mradi?
9.  Je unazo sababu zinazoweza saidia kuleta ufumbuzi wa matatizo hayo?
10. kwa uchunguzi wako, je unafikiri mafunzo na maendeleo yanayotolewa kwa
     wafanyakazi yanatosheleza?








o	Improved knowledge, skill and capabilities of employees


Organizational Capacity
o	Training Need Assessments
o	Top Management Support
o	Training Budget Allocation
o	Human Resource Department
o	Evaluating Training Effectiveness
o	Trainee’s Selection Process








